
Patch 1 - A critical reaction to published writing such as an account of your understanding of the theory(ies) of educational change.

The educational sector continuously evaluates methods for effective reforms and strategical adaptations to improve the organisational effectiveness of leadership. Schools are subject to ongoing changes, as seen in the Curriculum for Wales and proposed changes by Donaldson, (2015), although these changes aim to improve the educational sectors, they also create an expectation of professionals to adapt quickly. This raises concern of how professionals how professionals manage the change in the classroom environment. This assignment will be focused on an organisational changed caused by introduction of new feedback policy called Whole Class Feedback (WCF) within the comprehensive school setting. Schools develop strong encouragement for staff to learn and become more adaptable to change encouraging professional development. According to OECD, (2016) staff are encouraged to mentor, guide and learn from each other where the initial inquiry is essential, staff’s collaborative work stimulates reflection and creates a foundation for trust and cooperation, effectively transforming schools into a learning organisation. 
Authors such as Kools et al. (2020) have argued that the current challenges in the educational sector have prompted schools to transform into learning organisations which also partially contributed to the reforms in Curriculum for Wales. They suggests that even more beneficial if schools learned from eachother  rather than relying on learning within the organisation. This approach provides an insigjt to recent changes within feedback policies in schools
Kools and Stoll, (2016) contribute to discussion of change emphasizing the need to refine existing models and apply adaptations which will become more applicable to the school context. However, the success of adaptation of relying on whter schools apply them sucessfully. This suggest that current models may be too generalised and too broad and althought useful, current models seems to lack effectiveness. Creating a need be revisited for further updates, in order to be more applicable to the educational context. The article outlines Seven Key which includes having a shared vision and providing opportunities for learning and enquiry. This links to the argument that, schools can change as long as they demonstrate a willingness to team work. Therefore incorporating collaboration  and a plan relevant to all parties involved will ensure, everyone involved feel more united in the process of change. 	


One of the key aspects discovered in this module is realising that for schools to become a learning organisation a shared vision and purpose must be developed. This is because shared vision provides a foundation for mutual understanding clarity on organisational goal and values. Shared vision helps everyone in the school community to stay focused on common objective ensuring learning remains continuous for both pupils and staff. In this example, a whole achool needs to have shared vision of imporving the quality of feeback given to the pupils. All staff must work consistently towards the same goal and demonstrating willingness to work towards a vision. This leads to the next important aspect which is collaboration. This demonstrates the organisation’s commitment to shared vision, which reinforces importance of having common values and visions as a school.  However, according to Harris and Jones (2018) stakeholders such as both teachers and leaders must be involved. These aspects must be encouraged by the senior leadership and developing a suitable culture where all staff members have an opportunity to grow and develop. Schools’ leaders should be encouraged to set an example and demonstrate continuous learning hence why schools are encouraged to think holistically and the long-term impacts of professional learning.
This idea is also supported by Fullan, (2011) who outlines the Six secrets of Change, which are key principles that effectively drive a change in an educational system. Fullan’s secrets are focused on building strong relations with educators and a positive human-centred school culture. The book outlines the urgency of leaders to demonstrate care and genuine appreciation for teachers. Additionally agreeing that leaders should continuously provide teaching staff with progression and collaborative opportunities to achieve evident organisational growth. School staff must work together however, this is fully dependent on the leaders to initiate that culture. The final factors that stand out from the existing literature are the importance of transparency in terms of communications addressed by Fullan. This takes place between teachers and leaders and as a driver for effective organisational change to progress.
Finally, adding to the discussion Hargreaves (2014)  argues that leadership is different in every organisation, meaning it is difficult to expect all educational sectors to operate in the same manner. Each organisation having its values and cultures creates differentiation and demonstrates the capability of individual leaders to adapt to the changing settings. Uplifting Leadership emphasizes serving the community, rather than focusing on individual leaders or staff. Educators should prioritize the needs of the youth they serve, as these young people will shape future generations. However, for pupils to feel uplifted, teachers must first feel supported and motivated themselves by the senior staff, so they can pass on that positive energy to the learners.

The ideas discussed in the above sections reflect on current perspectives about transforming schools into learning organisations. Looking at arguments presented by both Fullan and Hargereaves the importance of having shared vision in driving school improvement has been highlighted. However there seems to be limited evidence to how effectively these models apply to educational changes. Whether it’s a large curriculum change or simple shift within the classroom.  Both scales of change large or small must have a reliable foundation created by leaders and supported by all staff members and constancy across the board where the importance of strong organisational culture and collaboration is crucial. However, key characteristics of Level 5 Leadership theory and the idea of “Good to Great” by Collins (2001) Demonstrate that the right leaders can transform the company from good to great no matter the nature or the culture of the organisation. Therefore, this should suggest that small and big changes in the organisations should be equally as successful with the right leaders. 
Collins suggests that level 5 leaders should be humble and should give credit to others rather than themselves. The focus on team efforts agrees with the previous theories however, the key idea that differentiates from the previously mentioned readings states that the level 5 leader demonstrates resilient characteristics in setting organisational goals without being deterred by setbacks. The additional way this theory argues the others is by discussing factors which include staff amendment, but arguing to “get the right people on the bus” and “get the wrong people off the bus”. We could argue that his theory is not the most suitable to apply in educational setting as this is not always possible in educational sectors. This is because staffing can be limited to duration of the contracts and legal and ethical considerations. Unlike in corporate environments, schools lack flexibility to remove or replace staff. Teachers and leaders are also often part of the union agreements which typically protect teacher’s jobs from such actions taking place. 
 This is also agreed by Kools and Stoll (2016) in Reflections on the Wales SLO Model, stating that the chosen leadership model must be flexible and adaptable to the needs of individual schools and contexts. Stating that the chosen leadership model must be flexible and adaptable to the needs of individual schools and contexts. The relevance above of the proposed change in the school setting focuses on consistency, staff training and staff collaboration. The proposed change in the school takes a closer look at how WCF affects all stakeholders involved.

	


Patch 2- A methodological description of your planned change/intervention
There are various definitions of change, but for clarity Harris and Jones (2020) describe change as disruptive process that involves implementation new of methods of doing things compare to the way they have been done previously. Harris and Jones's 2020 model of collaborative professional enquiry (CPE) informs a methodological process of change by offering a structured framework that focuses on collaboration, evidence-based practice and reflective learning. It shapes the enquiry by identifying challenges within the organization, data and evidence are used to understand the problems. The process involves a trial-and-error method, where new ideas are planned and methods are compared. Final solutions are adapted, and improvements are made over time which should make measuring the impacts of change possible.
Collins (2001) argues for the organisation to become from “Good to Great” they need to serve the community and youth. The leaders within my organisation had to think of a way of increasing standards of pupil learning, reflection and progress. The rationale for the change to the feedback policy and implementation of WCF was a combination of internal and external factors.  Internal factors included a decreasing number of pupils in the school who achieved their target grades have decreased over time. Additionally, the number of pupils who have achieved a level 2 pass and 5 or more GCSEs has also decreased.  Since the disappointing results senior leadership and especially Assistant Head of Learning: Curriculum has taken every action to improve pupil learning, recall and overall learning. For day-to-day learning activities from KS3 and continuing in KS4 to have a meaningful effect on pupils' long-term learning. Previously the feedback focused on providing simple symbols such as ticks or crosses or writing a correct answer for the pupil however, this has proven to be time-consuming for the teachers and shown no significance for the pupils.  
The external factor included changes in Curriculum for Wales (CfW) in 2022 have also had a significant contribution to this organisational change. However, while the CfW highlights the importance of meaningful feedback and opportunities for learning development these ideas do not come purely from CfW as this is just a singular factor. This agrees with Hattie (2009) who suggest that the most influential factor on improving pupil achievement is meaningful feedback. Feedback must be constructive and purposeful hence the reasoning for my organisation aiming to achieve this by implementing the new feedback policy. This is caused as according to CfW principles pupils must receive meaningful feedback and opportunities for learning development. CfW also focuses on helping learners to understand their progress and know the way to improvement. This resulted in our school changing the way feedback is given to pupils meaning they can benefit, and progress through it. Our school's feedback policy and procedure have recently been undergoing adaptations by introducing WCF and symbol marking as the only way of feedback going forward. Our school have taken a lot of time to study a variety of ways of written feedback before coming up with this final adaptation.

To support the methodological progress of change SWOT analysis has been undertaken, which highlighted some motivators for the change and barriers to consider. The intended outcome of the new feedback policy is to warrant feedback given to the pupils is more meaningful and allows individuals to respond and evaluate their understanding of the learned topic. Additionally, the newly proposed WCF is less likely to single out pupils or negatively impact their confidence unlike the traditional tick or cross method had the potential to, by giving opportunity for pupils to compare the number of ticks and crosses. Pupils have an opportunity to act on their feedback by completing a Dedicated Improvement and Reflection Time (DIRT) task in a purple colour pen which stands out from the rest of the work. This also follows CfW principles which suggest that feedback should be focused on actionable next steps rather than pupils purely pointing out their mistakes. Due to whole class feedback, both teachers and pupils can identify patterns in common mistakes and common progress. Teachers know, if the class understood the topic or if it needs revisiting.  Another intended outcome is that pupils should read and act on feedback and rather than ignore it, respond to it by completing a DIRT task. The aim of this is to help pupils engage with the feedback and prevent making the same mistakes, resulting in learning and progression. 
Limitations included limited personalisation of the feedback, reducing the effectiveness and the purpose of the method. Additional concern includes that pupils who significantly struggle with their work are less likely to benefit from WCF, as they may not have understood the feedback or the DIRT task itself. Those pupils may need guidance on engaging with the feedback which could result in putting more pressure on the class teacher. The opportunities identified included a more interactive approach to the feedback which should prevent pupils from making the same mistake, and result in learning progress. Enhanced collaboration as every teacher in the school should use the method, making it easier for the pupils to understand the purpose of feedback Finally threats include potential pupil misinterpretation of the feedback resulting in the opposite result to the desired. Those pupils who misunderstand the content might struggle to progress and fall further behind on their work which might lead to parental concern.

Finally, as mentioned previously the change in feedback policy was also responding to the changes in CfW which is one of the examples of how a change in the policy can become a driver for the changes within the organisation. The WCF approach emphasizes learner learner-centred approach working under the guidance of CFW following the four purposes by developing reflective and resilient learners. This allows pupils to thrive in school and by creating supportive environment within the classroom.

The improvements of the change will be assessed by Heads of Departments (HoD) and regularly monitored by Senior staff such as Deputy heads. The idea is that HoDs create an exemplar WCF sheet for the other teachers to follow, the departmental monitoring takes place during work security. The Deputy head once a term will request a random sample of exercise books from all Hod's this is to ensure that there is consistency across all departments and all teachers. The final assessment of whether the change has been successful will be the pupil's response to the feedback and the pupil's progress. Pupils should be more willing to engage with the given feedback to complete the DIRT tasks. All ability pupils will benefit by making progress in their learning, avoiding making the same mistakes and improving their understanding of the topics learned effectively by the time pupils get to GCSE their exam results will have also improved. Pupils will also feel less hesitant to receive feedback due to a lack of singling out and more of a whole-class approach. 
The change will be managed by the Deputy and Head of Curriculum. Post-sampling the Deputy will give feedback to HoDs on the good practices and provide recommendations for improvements, the feedback is then shared with the rest of the department and the HoD must ensure the appropriate policy continues. The process of senior leadership reviewing the WCF is to ensure that all members of staff are collaborating and participating in the new procedure.
 The Head of Curriculum would be responsible for any further updates to the changes in the policy or further staff training who require support, however, to do so effectively Fullan (2001) states that collaborative leadership and emotional intelligence are the key factors to developing a system-wide change within an organisation. Fullan also discussed a need for visionary leadership and that leaders must inspire a shared purpose creating a whole school culture rather than just implementing a change. 
This capability has been demonstrated by the Head of Curriculum showing responsibility for implementing the change. All HoDs had to take part in professional learning sessions to gain understanding to why the change is taking place and how practitioners can work collaboratively to achieve the goal. According to Fullan (2006) leading an organisational change can include deep cultural transformation following the model of The Culture Metaphor which views organisations as living cultures. This means that daily beliefs of the organisation are shaped by daily practices, in this example its looking at WCF, such change would challenge traditional marking methods and require change on belief of what effective feedback looks like, this is where Fullan (2006) argues that change takes place collaboratively by reshaping organisational shared values  and modelling adaptations by leaders in order to embed it in daily practices. 
 The key characteristics that apply to the WCF change in the organisations outline shared vision, values and creating a supportive environment which must all be demonstrated by the leader. The organisation is changing the old way to apply new methods to reach a new vision which is improving the feedback policy, increasing pupil engagement with feedback and making the feedback more meaningful to the pupils. However, leadership change is the process of transformation from the familiar comfort to the unknown which can result in a lot of emotions involved. It's important that leaders can relate to emotions by demonstrating emotional intelligence. A key element is building strong staff relationships during the process to connect and ensure support is offered throughout. Issah (2018) states the importance of emotional intelligence for leaders while managing change in an organisation especially when building strong relationship with staff, leaders should be effective at managing and understanding emotions. However, Issah is also mentioning that in some cases emotional intelligence may not be sufficient, linking to importance of strong communication and giving staff enough time to adjust to the change by offering training which has been mentioned in this example.
Leaders who are effective at understanding and managing emotions and who demonstrate emotional intelligence have a much higher chance of succeeding in leading the change Issah (2018). Therefore, this suggests that senior leadership should continue demonstrating a conscious effort to check in regularly with staff during the change process. 

Patch 3 - A reflection on the process of change (proposed or actioned)
The change of the feedback policy has already made a noticeable impact on both pupils and staff within the organisation such as reduced staff workload and quicker feedback turnaround. However, long term effects if the change are still yet to be seen. Emotional response of staff has been recognised such as confusion, frustration and questioning which is one of the key responses according to. This can be explained by Kubler-Ross (1969) who summarises some of the key emotions felt during the process of change. These include Resistance to the change and denial to follow through, acceptance and exploration of the new concepts and finally adaptation to the change.   However, some staff have responded positively recognizing the long-term benefits such as decreased workload and learner progress. Although there has been a mixed response to the proposed change the staff have collaboratively worked for the change to take place by applying the new policies in their classroom environment. However, this has required a culture organisation in which all staff must get involved which should be encouraged by collaborative working and learning collectively (OECD, 2016). 
Following the change, the only acceptable method of marking pupil’s work was thought WCF or use of symbol marking. Feedback sheets were required to be printed off on purple paper and attached to pupil’s books.  Pupils must use a purple pen to respond to the feedback via a DIRT task. Personal contributions included attending professional learning sessions and creating WCF forms. Additionally, marking pupils' work and creating a WCF sheet as instructed, the feedback process must be completed twice a term. Personally, though it has taken time to amend to the new methods I see the benefit of the way of providing feedback as it's proven time effective and takes less time rather than personalising feedback for each pupil. 
Overall, the response to change was mixed as some staff members felt very positive and others felt hesitant. This could be explained by the potential changes in the culture which could feel out of the comfort zone for the many. The initial message was addressed in the HoD’s meeting rather than directly from the leadership staff to all practising teachers. Some may have felt out of the loop or that lack of communication and transparency has taken place between the leaders and the staff. This could result in a negative response such as resistance to change as explained by Robinson (2010) having a negative point of view on the change could be an advantage for the leader to view perspectives. However, leaders should demonstrate collaboration, help to understand diverse perspectives and the reasons for change and build a strong relationship with staff for the change to become more effective. This is also supported by Kotter (1996) which emphasizes that communicating the vision, creating trust and addressing the anxieties taking place amongst the staff during the change are crucial. 
Fullan (2001) argues that change is inevitable and often brings mixture of feelings such as uncertainty and resistance. Therefore, leaders play a crucial role in navigating the change and finding a way to help the schools manage the process. He also argues that practising teamwork and having a servant leadership approach can reduce negative mentions related to the process of change. This aligns with Collins’ (2001) Level 5 leadership model. As he stresses the importance of loyalty and prioritising the team, by preaching the selfless approach. However, as both authors highlight aspects of selfish leadership, they may not address emotional challenges faced by staff during the change, meaning right leadership strategy may not always be sufficient. 
As per the SWOT analysis identified earlier on pupil engagement with the feedback due to the lack of personalisation. The additional barrier was the preparational time required to complete the WCF sheets by Hods and teachers. Overall, the progress through the barriers runs through trial and error methods. Examples of what’s expected have been provided to staff. Teacher created their own WCF sheets and made amendments based on the pupil response, such as engagement, understanding and responding to the feedback. Based on the amendments to DIRT task has been made as well.
According to Harris and Jones (2020) and the model of collaborative professional enquiry (CPE), these amendments throughout the process of change are fully expected. Arguing that reflective learning is necessary for adaptation and in such cases, data and evidence should be used to understand and respond to the problem which involves a trial and error process resulting in final solutions being adapted and amendments being made. After a whole term of completing and developing a finalised method of WCF both pupils and teachers felt a lot more comfortable with the change.
One of the barriers to the change also included teachers having a lack of trust in the change and fear of lacking lack of results. The leadership staff responded to this by providing positive feedback on the book sampling after overviewing the practice taking place in the first term. According to “The Heart of Change” by Kotter and Cohen (2002) creating short-term wins initiates a feeling of success in the early stages of the change. This is essential as it keeps the motivation in the momentum and staff feel the change is more purposeful, being more likely to stick with it long term effectively creating an organisational culture change.

Looking at Chris Argyris’ Double Loop Learning theory Argyris (1977) it is evident how people’s personal beliefs and assumptions can become a crucial element of change. Single loop learning refers to the process of making incremental adjustments allowing to solve a problem or achieve goal actions without questioning. In this case looking at making surface level adjustments to how teachers give feedback to pupils without questioning the change to the process. 
 However, for an organisation to develop Double Loop Learning and for a meaningful change to occur it is important to be reflective and ask questions such as “Why are we changing the way we give feedback?” This demonstrates deeper level of thinking and demonstrating a shift in the mindset, rather than surface level thinking. Furthermore, revising goals and strategies is necessary to support a genuine change in practice. Therefore, Double Loop Learning promotes deeper understanding, encourages innovation and adaptation to the way teachers give feedback to pupils. However success of Double Loop Learning depends on school’s openness to self- reflection which may be limited looking at resistance to change outlined in the previous models. 

 Patch 4- An account of some professional applications or implications resulting from your change/intervention
The school has applied this change for pupils to use feedback as a tool to aid their learning, reduce staff workload and adapt to the changes in the CfW. A specific outcome intended from the change was to improve the effectiveness of feedback for pupils by making feedback procedure more efficient for staff. Additionally moving away from the traditional individual marking by identifying common errors. However, one of the key questions is whether the organisation will continue with the consistency of applying the new procedures As referred to in Double Loop Learning which should be expected of a learning and reflective organisation, it is taking into account that further learning and adaptations might take place. Double Loop Learning encourages innovation and systematic change rather than focusing on a singular idea and failing to make amendments.  Therefore, the organisation remain effective it must continue to ask "why" to challenge external changes and deepen the understanding of the organisational values. 
Additionally, as an organisation, the school has taken some time to prepare for the change. Staff meetings and training sessions had to be implemented which could eat into planning time. Additional resources such as purple pens and purple paper for all pupils as well as additional printing costs had an effect on the finance department. Additional strain on the budgets and cost could result in cuts in other areas in the future such as job losses. Explaining relationship between leaders and staff an implication of change could be perceived lack of communication and transparency. Staff may feel additional strain by having to undertake training which could lead to feeling overwhelmed. Rather than reducing the workload the change may increase pressure. Also, alternative negative implication could be a lack of transparency with parents and carers who may believe their child benefits from a more personal feedback rather than WCF which could result in more external factors affecting possible further changes to the policy. 
The change has affected my professional practice, looking at how it was undertaken a reflective approach can be applied to allow any potential organisational changes to be smoother. Firstly, the change affected my daily practice and how I provide feedback to the pupils. Rather than pointing out individual mistakes, I look at the overall class progress and areas for improvement. Another aspect would be adapting my expectation of pupils' responding to feedback, rather than just reading pupils are expected to respond in the form of a task. From a leadership perspective if I were to undertake an organisational change in the future, I would ensure prioritising transparency and communication to avoid any members of staff feeling they have not been communicated to directly. Additionally, planning and preparation for the change is crucial, as well as building relationships with staff. The organisation has presented staff with the idea of vision which helped to see the end goal. However, as mentioned previously there is always the risk of change failing to remain in place due to staff going back to their ways and leaders being inconsistent with checking the progress, therefore I would ensure staff are reminded of the purpose of the change. 
From this process, I have learned that this organizational change has reinforced the importance of effective communication, adaptability and emotional intelligence in this process. For a change to become successful a clear vision and motivation are also crucial, as well as a shared understanding of the reasons behind the change from both leaders and staff.  Kotter (1996) mentioned previously that leaders must be clear about the purpose of change and let everyone involved buy into it. Although initially, some colleagues were skeptical, the commitment to the change from the leadership staff has allowed the change to take place. 
Reflecting on the change if an organisational change was to take place again, based on the implications from this experience I would focus on taking time to prepare pupils and staff for the change. For example by providing more detail of the benefits of the change to all staff rather than just HoD’s. Future efforts would also include addressing common misconceptions and staff uncertainties involving discussions on how pupils can learn from this form of feedback. Furthermore, I would use pupil feedback to aim my reflections and amendments to the process, as pupils are key stakeholders in this process their perspective on the effectiveness of WCF would be especially useful.  Finally, as reviewed in this assignment stakeholder engagement and collaborative decision-making allow staff to feel involved in the process of change, in this case not enough staff felt this way. Therefore, upon reflection involvement of stakeholders and the application of their feedback would be another amendment to the process. 
In final reflection on this process, it is evident that effective change and becoming a learning organisation relies on communication, strong vision and adaptability. Kotter’s model highlights the need for a clear vision and a step-by-step approach in comparison to Fullan who argues that fostering motivation and building relationships is the way forward, emphasizing that change is nonlinear and requires leaders to create a culture of learning. This experience demonstrated that change in the organisation must be fostered by collaboration, openness to feedback and ensuring that innovations made are adapted accordingly to the organisation. 
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